The main reason it is important to get organizgd is because it has direct implications for the career options that are and will be available to graduates of the family relations (etc.) programs. The graduates of these programs [2vs an adequate identity and they have adequate career options if their emphasis in academia or therapy, but they are in difficulty if they want other emphases" These programs are not expanding other career options fast enough, and it would help greatly if their field was more unified in its identity and more effectively organizsd (Burr, 1983) .
Today more aggressive job seeking behavior in the social sciences is evident. Nationally, the strong emphasis on self development is linked to the stronger emphasis on family health and stability. Socieqt's movement from a manufacturing base to a technological/service based has strengthened the awareness and increased the need for carefully written family policy at local, state, national, and international levels. The very struggle for the family in rapidly changing times has helped to undergird and reinforce its basic strengths and importance, as well as the need for a sound family science academic discipline.
In recent years fewer graduate students have assumed academic positions. Overall the proportion of non-academic jobs is increasing, especially in service sectors, business, and industry. A portion of these students are family science graduates who are tulning to a wide diversity of non-academic, yet family-related careers. As the NCFR Task Force on the Development of the Family Discipline (1985) noted, Positions in business, industry, and government settings are increasing. Many agencies and companiss have found that someone with expertise about families can help them to be prohtable and more effective. For example... personnel offices and research and design divisions in corporations have also begun to discover that employees who have expertise in the family area can make valuable contributions to their companies. Manygover"mental agencies, such as those that deal with popuiation, healtb, education, economic behavior, impact analyses, recreation, etc. find g[n1 dsaling with families or family issues is an important paft of their work. They are involving an increasing number of family scientists (NCFR Task Force on the Development of the Family Discipline, 1985) .
Indeed, the family is the focai point of a large array of products and services developed by many different sectors of society. Family science professionals help to ensure the quality of these products and services. Theoretical and research knowledge, coupled with tangible skills, can provide not only substantive jobs but firll-fledged careers for family science professionals.
Famiiy science majors are among the best qualihed applicants for manv of the family product-and service-centered positions available today. These professionals possess indepth knowledge about structural and funcrional characteristics of the family, the changing natures of families over time, e.g., the unique needs of single parent famfies or families with violent/abusive/crisis behaviors.
As a case in point, if a new product or service is introduced into the marketplace, the family science professional has an excellent handle on the best fit between the family's needs and desires, and the particular merits of the product or service. Other professionals will have much to offer also, but they will not possess the sensitivities to the audience's complicated needs and desires, a primary requirement in business, as well as the femi whenever a as the family science professional. This competitive edge needs to be maximized whenever a new position or promotion is available.
Past the Stuning Point
Once one's first major position has been secured, opportnnities normally begin to evolve for other more_advance d positions as a function of time and expertise.
In family science, as in other fields, the employee gains s1le1ger self-and field-identification, knowledge, and professional integriry during job tenure.
New challenges are ever-present and test the strength of the aspiring employee. The potential benefits, such as. greater control, autonomy, and integnty may be sensed more intensely in family science than in traditional subject areas because the achievement of non-academic cateei promotions-in family science represents such a rtnique accomplishment. Once one promotion is achieved others are desired also. A positive strategy becomes easier once one has achieved a promotion --professional work goals solidi$, i career track becomes more evident, and self-confidence increases.
-.N"* the beeinning of one's career the tvpe and level of the degree(s) play a major role in securing_ and maintaining positions. New and more finely devebped ikills ana knowledge result with each succieding promotion. Such skills ana knowledge are built in "lisol with growing allegiance to the pafticular institution's unique g-oals. This growing foundation b9ryt to play a more important role in succeeding proiotions than the previous degrees held.
As one advances from a specialist position to an increasingly generalist position the s.cope of responsibility, supervision, and management encompasi greater and greater dimension' Job titles may encompass the ter-s of -aougerl dire-ctor, supe.viio., or specialist. fqpity scienge can always remain the cornerstoie upoo which tie career is built; knowledge_and skills which allow this degree(s) to expand are needed in order for advancement to become a realiry.
EXPERTISE IN DEMAND
, The general areas of exp.ertis.e requi,:ed for non-academic positions in family science need careftrl scrutiny. The following_randomly ordered t5 areai are necessary for major advancement; a lack of attention will result in career stagnation.
__ ^^^9h-g"-t in job evaluation criteria are happening rapidly. Peters and Waterman,s (1982) now famous sfudv of the attribute.s of-excelleiat. inaovative companiE5 has had. unparallel impact throughout the worid. particularly noteworthv in tne foUowing fS .ar9as fo5 family science professionals are six of their ielared attributes: bias for u.too, being close to the customer. autonomy and entrepreneurship. productiviry through people, hands-on and va-lue-driven principles, and simultaneous loose-knit properti&. Clearly..exce.llent pav and benefits are not all the factors that make for'successftrl companis5.
- Levering, Moskowitz, and Katz (1997) found that the best companies have managers who plav as team members with iheir'employers, thereby min;iizing rank distinction .amgng and befween ma.nagement aod ooo--anagement levels. These managers also foster open communication and male in-house p-romotions as prevalent as possible.
Non_-academic_promotion is influenced and determined by many complicated factors. Maximum benefit *4.b" gained if each of the 15 -"ur'.-u.i a"u"rilia i" liaison with each other. Since this article's major emphasis is placed on expertise nleded May, 1989 Family Science Review for advanced positions once initial position(s). have. been obtained, the expertise described will 6e noted in this contei. Many iimes the scope of the area will reach beyond family science Per se.
1. Previous work upeience. The aspiring employee should possess the necessary "*p"ii""."
from irior positions in brdei to cbmpetently assume the new position.
2' subject mafterknowtedge' Highly developed !"owledge' o-r expertise' refers to both tn"'.o*pr"Uension ofina tn-e aUitity to apply a group.of principles or facts. 'The ,tru o. iroficiency in performing leamedta;ks should be tied to a variery of the most relevant theory and knowledge bases in family science' -Jffi" too numerous to discuss individuily, the followiig list of knowledge and skill bases reflects the range of expertise obtainable in unison with family science' 3. Responsibility. Responsibility includes general supervision--delegatingresponsibiiity, pri6ritizing iasks for others, scheduling employee's_time, 1nd;upgrviling others in iheir work-. It also encompasses independent authority in developing long-term strategic planning, developing policy, and committing resources (employees, materials, finances, and time).
4. Accountabitity. The potential amount of impact or effect that can be exercised in final decisions increaies with job advancement. The degree to which an institution can be successful is related io the degree to which its employees can be held accountable for their collective and individual contributions'
5. Citical thinkingskzl/s. This factor measures the degree to which mature judgment and analysis aie exercised in goal setting, decision making, problem anticipation, problem solving, risk taking, trend analysis, and tread interpretation. . T!t:
somewhat nebJlous atea oi "smart thinking" or qualitv thought coupled with common sense is being given increased attention as tantamount tojob._success in career applications beyona the theory and research parameters of famiiy science.
Limited information upon which to base actions is typical in many non-academic family science positions. The employee is expected to make-wise moves by doing well with the information, howevir meager, iurrently available. llan lhey {o i" fact possess, particularly in the area of accurate listening. Therefore, there is often a lack of perceived recognitieq rather than ability, io improve in this skill area.
'7, outside professional work. Roles such as board member. officer. comnittee member, or simply participant in professional associations bring career preparation and-growth opportunities, and individual visibility which ian strengthen job perform,ance and advancement potential at any stage in one's career. Knowledge an! ykills in program development, public policy formation and influence, public relations, trend determination, trend analysis, and interdisciplinary research knowledge -are jult .a few of the many areas to be exchanged-through outside professional work in both family science professional issociation-s and in non-academic professional associations. Skill is learned in how to collaborate and cooperate with organizations which have similar purposes when the directive is to maximize the potential impact on any particular issue. The abfity to work well with disparate groups, making progress on parallel lines of activify, is tested. The development of reference groups and professional contacts ior future career possibilities frequently occurs as well.
8. Training skills. Most emplovees posses general educational skill and specfic subject matter expertise. Other skills. such as the abilir_v to foster a stimulating learning environment or to train_colleagues in filancial managemenl lgshniques,-may oeei development. The abiiiry and willingness to design programs and to conduct inhouse and out-of-house training in areas of expertise the empioyee holds should be exercised. Participation in seminars led by others, whether by in-house experts or outside consultants. is valued also.
9. Interyersonal relations. This factor encompasses a variety of skill areas such as tact, negotiation, and cooperation. These areas rue typically measured in terms of both the importance and the frequrcncy of the contact. when an employee moves into an adva:rced position the abiliry to work with different colleagues-and become a team player is invariably tested. The employee needs to be abG to adjust easily to lvIay, 1989
Family Science Rwiew 14I different work and social network--mainteining harmonious working relationships and open communication channels, and facilitating pertinent -feedback. The ability to woik well with disparate groups, making progress on parallel lines of activity, is important here also, as it is-in area #7, outside professional work.
10. Wtingness to assume add,itional duties. While the lbility to-assume additional duties"may be present, so must be the willingness., Duties which extend beyond one,s typical j6b description may include task force or committee work, or miscellaneous and sporadic client communication. When such roles or ideas are initiated by the e-ployee, this factor will be viewed more favorably than if requested bY the emPloYer.
11. Recognizable progress. Achievements, particularly rnjque-achievements' help to *"urlrrt" whai t[e employee can do, and is capable of doing in the future. Achieving important goals and objectives helps the employee to assume greater responsibility.
L2. Leadenhip sftz7ls. The umbrella term "leadership" relers t9 *:, of the following specific aitions: motivating, persuading, and guiding others; helping diverse groups to work together in cooperative efforts; managing conflict; negotiating, bargaining, arbitrating, and mediating; developing rapport; and demonstlsting, promoting, and 5slling ideas, products, and services.
13. Professionat ethics. A strong sense of professionalis--9.ethical behavior is int6gxal to success because i1 enhances manageTent capabilities and personal integiry. Professional ethics training is on the rise in most disciplines,.particularly in famiiy science where difficult decision making on human and family issues is the norm.
14. Public policy work. Taking action on critical issues at local state, national, and internalional levels will make not only an impact on the solution to social, legal, and economic problems, it will also provide evidence of the employee's dedication to making a differeoce in policy formation and outcome. Lrgslative initiatives toward new regulations or laws typically begin at tle "grassroots" level.
15. Creativity. While challenging to measure, creativiry includes developing innovative ideas wlich hold unique possibilities --seeing relationships between apparently unrelated elements, thinking both vertically and horizontally.
Additional lob Citeia
The following job-related criteria should also be met in order for advancement to occur.
1. open to relocatio.n' Being open to geograpbical movement will often expand-one's career opponumties. The corporate world in particular may require its employees ro move to a regional or home office if they desire to move up the career ladder. 3' Minimal job hopping. Moving from position to position, both withi" and across imtitutions, can be interpreted as an indication of inability to concentrate on one job and confront i1s rrnique challenges head-on despite unusuar barriers.
Those family scientists who measure highly in these areas are more likely to be successful within the institutional structure in which they are operating. They ride "the fast track," gaining momentum on theh own professional cycle.
MOTIVES OF FAMILY SCIENCE PROFESSIONATS
The strongest influences to pursue the general area of non-academic family science careers were ranked in one study (Holnan and Vance, 1987) as follows: personal goals, career opportrrnities, career glans alyays outside academia, better pay in cireer pos*ition, geographical preference, and lack of academic job openings. Thosi individuals who mav make the largest contributions to positions outside academia are indeed motivated bv intrinsic and e:rcrinsic goals which mav have been set for some time. For examole. no_fwithstanding that a company's foremost goal is to generate revenue. manv employees will seek other goals. Once non-traditional family siience career tracks becom^e -o.e commonplace and the success in s$laining first and additional positions is greater, intdnsic goals can be expected to increase likewise.
.
Maoy companies a$her.e to a hiring policy where new jobs are first posted or otherwise announced only within the company. The second round of exposure is the fuilv of -companies olvne{ by the corporite body and the third round ii rhe general public. If one is applying from the outside, therefore, that candidate would bJin tne third and final pool-of applicants. _ This type of hiring policy may make the securing of a position more difficult for outside applicants.
The a.nouncement of a new position usually does not provide a precise match with the potential employee's expectation. The poiilion -ay enco-pais unfamiliar and different responsibfities, environment, equipment, and iolleaguei. The position is, 1on9the.l9-s-s, a promotion. Should the prospective employee a-ttempt it? Absolutely. one's skills, values, an$ soal_s which were groomed-in-attention to the previousiy mentioned 15 areas can be put into action to a more sipificant degree than thi p.evioui position allowed. Greater degrees of responsibfiry, aitonomy, frJedom of thought and a.ction, leadership, power, and control can be asserted. one-can apply family i.i"""" theory research, and skills in broader and more comprehensive wavs.
Such action also means that a greater possibility exists of acquiring yet another position at a still higher level where similar o. greatei impacts rruu'be po"rrible as well as being a better match with the employee's goals. These positi,ons would not have eristed, and chances of securing them would hive been stim. if the candidate had not decided to accept the lust promotion, even though it was known that the position would not completely complimsnt the candidate's needs and desires.
When a promotion is eminent and competition is keen, the supervisor and others involved in the final hiring decision should already have an gndsl5landing of the c.andidate's degree(s) and previous work experieoge i" family science. Thii unique discipline should have played a major role in 6ne's lrst position and should continue to Table 1 . Essential Elements in a Successful Marketing Campaign for Family Science.
1. Define family science in a few brief sentences with emphasis on knowledge skills possessed. Longer definitions tend to becoqe go.mplex and confusing therefbre will detract from the focal point of the definition.
Share the definition of family science and a relevant application with fellow employees and other work cohorts during appropriate times, e.g., while discussing profesiional association work or in written communication.
Mention numbers of undergraduate and graduate students that family science seryes nationally. This provides quantitative support and tangible reference points.
Note major schools which have well-developed family science proglams and make occasional reference to them.
Provide examples of success in the family science held. Successes might hclude: legislation influenced by a family science coalition, the NCFR Family Life Educator ceitfication progrrm, in" XCf'R Family Resources Database, or family science professionals working in non-academic settings.
6. Invite supervisors and general management to accompany you to professional meetings.
7. Relabel yourself. Use the language of the employer. . For example, rather than using the term "scholar," you might use the term "specialist."
do so in a cummulative manner for subsequent positions. Explai'ing and showing evidence of this background is an ongoing process.
The use of a marketing campaign in order to strengthen professional identity and heighten the visibility of family science is strongly recommended. A successful campaign could be composed of the essential elements shown in Table 1 .
Marketing must be an ongoing process. 1ls finman resource environment in almost every institution is constantly changing--new staff are entering who need to be acclimated io the family science discipline and others are simply confused. Since the family science discipline is relatively new and constantly changing, informing and updating others is essential.
The successful interface befween family science professionals and the non-academic family science field wiil depend on the degree to which both areas learn to talk seriously with each other. In doing so, common values, goals, and tangible elements of job descriptions will surface.
In sum, family science professionals will advance to the degree that they let others know who thev are, what knowledge bases they hold, and where their skills lie. At first, the numbers and rypes of non-academic family science positions may not be as crucial to the success of a marketing campaign as the family science professional's perseverance to sell him/herself in an existing position or in the creation and selling of an entirely new position. 12.
I.].
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Family Science Review May, 1989 May, 1989 15. Help students to overcome barriers and general transitional phases between academia and the work force.
16. Conduct and publish research on the degree of employment success among non-academic family science graduates.
L7. Encourage linkages between family science professionals in the field and students by:
a.
Inviting non-academic family science professionals into the classroom to talk with students about: (1) how they obtained theh positions and (2) 1. General mentors who can help to sponsor a variery of family science professionals after they have passed the hurdle of securing their first position.
2. Institution-specific mentors who can help to sponsor new family science professionals within the particulars of their own institution.
18. Be realistic about the marketplace.
19. Foster a positive attitude.
ZO. Remain open-minded.
Need for Progress
Family science has not yet developed a clear sense of direction in non-academic career fields. This void impedes planning for and the obtaining of non-academic advancement. In order for any employee, at any level. to achieve at maximum capacity, progression five, ten, and 15 years from the present must be sensed.
CONCLUDING REMARKS
Family science professionals can pursue sipificant new career dimensions in non-academic career helds, at both the entry level or in advanced positions. Uncertainties or barriers can be handled if not overcome, by: (1) becoming more aware of the need for and motives of family scientists outside of academia, (2) developing appropriate expertise where otherwise lacking s1 6inim31, (3) exercising a marketing campaign, and (a) helping fellow family science educators to take a more active role in grooming aspiring tamily science professionals. 
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Family Science Review May, 1989 May, 1969 The rewards of advancement in family science are rich ones--important promotions where the following qualities are particularly evident: strong self-image and selfdiscipline, political awareness of how to most appropriately utilize family science expertise, and the stamina to probe and seize all career opportunities.
Today, the well-respected management teams within business and industry, nonprofit organizations, and the governmslf are characterized by the ability to maximize these individual and institutional growth opportunities. This climate is particularly conducive to the ability to advance along a siggificant career track within all realms of family science.
